INTRODUCTION
There are visible differences in the performance of the public and private sector organizations with private sector firms clearly having an edge over public sector firms.
Private sector organizations are generally attributed with manifold turnover and profits over a period of time. Situation was grim for public sector prior to liberalization and privatization, as they were seen as a liability for the government. However, after 1991 tenants of professionalism, management, innovation and customer orientation gets imbibed into working culture of public sector organizations. Now, India takes great pride in some of its prominent public sector undertaking like SAIL, CIL, NTPC etc. But still difference is wide enough for discussion. After the introduction of High Performance Work System in Indian settings, it has become more imperative to analyze that how both sectors look at high performance paradigm. Because different treatment to such a revolutionary work system could lead to substantial difference in overall outcome of the firms. Hence sectoral differences among public and private sector organizations has been regarded as one of the most highlighted aspect of the modern high performance work practitioner. Lane (1993) explored literature and based on his exploration he concluded that there are distinct differences between private and public organizations. Firstly, most of the public sector organizations were found to possess significantly lower level of strategic freedom than private sector companies. It could be understood from the fact that strategic goals of public organizations are decided by politicians while that of private organizations by seasoned master and professionals of the respective fields. And decisions taken by political leaders were constrained and shaped by several political forces like essentiality of public welfare, bureaucratic structure etc. This puts severe restraint on public organizations' ability to operate at large (Lane, 1993) . Moreover availability of resources available to public and private sector organizations also differs. Further Lane (1993) also stated that most of the public sector organizations have a very limited operating room in various aspects of human resource management. For instance a number of public sector employees are covered under collective bargaining agreements and these agreements limit the public firms' use of innovative and performance based incentive plans in relation to employees. And in comparison private firms are multiplying their productivity through newly and tailor made interests with the objectives of the bank. In private sector pay of managers was more closely related to outcomes and they were more mobile in their jobs. Moreover private banks have more stringent control mechanisms to align interests of their managers. Goodwin (2004) found that there are differences in status between internal audits in the two sectors. Public sector internal auditors are less likely to report to the chief financial officer than their counterparts in private sector organizations. Moreover public sector organizations are more likely to outsource to the external auditor. Additionally private sector internal audit is perceived to result in greater reduction in audit fees compared to that in the public sector.
PUBLIC AND PRIVATE SECTOR
In addition to above discussed researches that differentiate public and private sector organizations, there are thousands of studies available.
Porter and Tanner (1998) found that in spite of the differences between private and public organizations they are often treated in the same way. This is especially true in relation to holistic management models and in relation to human resource models. And, hence unluckily it is being assumed that both types of the organizations can adapt these 
OBJECTIVES & METHODOLOGY
The prime objective of the present research has been to give an insight into sectoral difference regarding High Performance Work Practices and also to discuss the significance of such differences. The incidental objectives of the present research were as under:
• To examine the awareness, availability and effectiveness level of two sectors for HPWPs and to discuss the significance of the difference.
• To execute factorial design for in-depth understanding of sectoral difference across two genders and organizations.
• To study the extracted factors of HPWPs and perceptual differences based on sector.
The present study is based upon exploratory-cum-descriptive research design and has used primary data. For data collection, a structured questionnaire consisting of 35 High
Performance Work Practices has been used. In addition to it, there were eight other variables related to general information of respondents. Stratified random sampling has been used to collect data from eight industries each from manufacturing and service sector. Reliability of data is checked using Cronbach's alpha which is calculated through SPSS. Factor analysis has been used to reduce data to bring broader dimensions forward. Here also appropriateness of data for factor analysis is ensured through KMO and Bartlett test of sphericity. Moreover, t-test has been used to study the difference of awareness among various categories of respondents. Factorial design has been used to discuss the interaction effect of more than two variables and the significance of these interactions has been adjudged with the help of ANOVA.
RESULT AND DISCUSSION
The various aspects of High Performance Work Practices have been studied through three different angles i.e. employees' awareness level for HPWPs and employees' perception regarding availability and effectiveness of 35 HPWPs taken in the present paper. A tabular representation of public and private sector employees has been given herewith. 
HYPOTHESIS TESTING
Hypothesis is an assumption through which a researcher tries to come to population parameters with the help of sample statistics. The paper has three hypotheses that try to adjudge the significance of the difference in public and private sector employees' perception for various variables taken in the study. 
H1 (Alternate Hypothesis):
There exists significant variation in the perception of public and private sector employees regarding effectiveness of HPWPs. 
AN INSIGHT INTO NINE FACTORS OF HPWPs
Nine factors extracted after factors analysis are studied differently to give further insights into implication of gender on High Performance Work Practices. Perceptual differences based on various parameters have also been discussed using T-test. Here, firstly all these factors were studied to check awareness, availability and effectiveness level of employees.
Then t-test is administered to check out the significance of variations among public and private sector for all three variables of the study. 
CONCLUSION
In this age of persistent and throat cut competition, HPWPs have established themselves as distinct and important paradigm of performance excellence. High performance organization looks for certain innovative and unconventional practices to achieve desired goal. In this background the present paper has successfully highlighted the employees' awareness, availability and effectiveness level for HPWPs for public and private sector organizations.
The categorization of HPWPs through factor analysis brought broader dimensions of HPWPs into light and a total of 35 HPWPs were reduced in nine factors. This segregation will help future researchers to explore their study as further researchers can use broader dimensions extracted here instead of dealing with a large number of dimensions with HPWPs. Further differences in employees' perception described in the paper could be used by HPWPs practitioners to explore different mechanism for adoption of high performance practices differently in two distinct sectors.
